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Abstract
A punctuated equilibrium refers to periods of stability, with little or no change, disrupted by a
punctuated period of rapid and dramatic change. A non-experimental quantitative research
design investigated the degree of influence that emotional intelligence exerted upon predicting
leadership ability and job satisfaction for school administrators during the punctuated
equilibrium initiated by the COVID-19 pandemic. The Trait Emotional Intelligence
Questionnaire Short Form (TEIQue-SF) was disseminated electronically and completed by 33
school administrators from a variety of academic institutions. Study participant perceptions of
emotional intelligence were statistically significantly predictive of self-perceived effectual
leadership during a punctuated equilibrium. The predictive effect of emotional intelligence on
perceptions of effective leadership during a punctuated equilibrium was considered between
large and very large. Based on the responses from the study participants, emotional intelligence
was not found to be a statistically significant predictor of perceived job satisfaction during a
punctuated equilibrium. The findings in the current study supported the theoretical assumption
that emotionally intelligent leaders were more equipped to lead effectively through adversity.
The results from the study may provide researchers and practitioners with information that may
further an understanding of the complexities of emotional intelligence and its influence on
leadership and job satisfaction while dealing with adversity during extreme and unexpected
circumstances.
Keywords: emotional intelligence, punctuated equilibrium, job satisfaction, school
administrators, academic leadership, COVID-19 pandemic
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I. INTRODUCTION

Emotional intelligence (EI) has been an interdisciplinary construct gaining popularity for
over 30 years. Humans are born with an extensive array of emotions, which is one characteristic
that sets the species apart from less advanced organisms. Understanding how the brain receives
stimuli, processes the information, and ultimately affects behavior could be advantageous for a
person, a team, or an entire organization. The number of industries and fields where EI has been
deemed valuable has grown exponentially in the last decade (Drigas & Papoutsi, 2019). The
positive reputation and demonstrated predictive success of EI in countless situations has resulted
in an influx of organizations seeking more information about measuring EI and using the data to
make decisions that fuel institutional success.
The body of research about EI has historically focused on defining the construct,
determining the best way to measure EI, and examining which aspects of life are influenced by
emotional intelligence (Bucich & Maccann, 2020). A relatively small number of studies have
examined EI outside the scope of uneventful, everyday life. The final months of 2019 through
the early days of 2022 were not ordinary due to the COVID-19 global pandemic. The punctuated
equilibrium initiated by the spread of the COVID-19 global pandemic resulted in quarantines,
global supply chain disruptions, and incredible loss while changing nearly every aspect of daily
life. No industry had gone unscathed during the pandemic, yet few were affected more
significantly than education. Teachers, students, school administrators, and caretakers of school-

1

aged children faced abrupt changes resulting from school closures, distance learning, and
unwanted lifestyle changes.
The pandemic was not specifically expected, nor was it planned for by many
organizations, individuals, or even governing bodies. While acknowledging the devastation
resulting from the punctuated equilibrium, researchers must not overlook the opportunity to
study a construct such as emotional intelligence during novel circumstances. Schools were faced
with unprecedented obstacles to continue making learning possible for all students. School
administrators across the globe shouldered much of the responsibility and were required to make
difficult decisions at an astronomical pace. The current study examined how the EI of school
administrators influenced perceived leadership ability and job satisfaction during the punctuated
equilibrium stemming from COVID-19.
Background of the Study
Early Thoughts on Emotional Expression
In 1872, Charles Darwin was one of the first scientists to discuss the critical role
emotional expression had on the survival of a species (Bar-On, 2006) while the first published
research about emotional expression and regulation was the work of American psychologist and
behaviorist Edward Thorndike in 1920 (Thorndike, 1920). After Thorndike, scientists continued
to develop the framework of emotional expression until 1990, when the construct was labeled
emotional intelligence in the work of Peter Salovey and John D. Mayer (Salovey & Mayer,
1990).
What Exactly is Emotional Intelligence?
Several predominant models have been discussed and developed in the existing body of
literature, resulting in numerous definitions for EI. Goleman (1998) identified emotional
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intelligence as personal characteristics that have no relationship with emotion or intelligence, but
rather viewed EI as a wide array of competencies and skills that drive managerial performance.
The main components of EI that allow people to regulate and learn from emotions are selfawareness, self-regulation, motivation unrelated to money, empathy for others, and social skills
(Goleman, 1998). Bar-On (2006) considered EI to be a facet of personality and described his
model of emotional-social intelligence as “a cross-section of interrelated emotional and social
competencies, skills, and facilitators that determine how effectively we understand and express
ourselves, understand others and relate with them and cope with daily demands” (p. 3).
The Salovey-Mayer model defined the construct of EI as “a type of social intelligence
that involves the ability to monitor one's own and others' emotions, to discriminate among them,
and to use the information to guide one's thinking and actions” (Salovey & Mayer, 1990, p. 433).
The four identified abilities essential for emotional intelligence were perceiving emotion,
emotional facilitation or utilization, understanding emotions, and managing emotions (Mayer &
Salovey, 1997). Mayer was adamant that EI had nothing to do with specific personality
characteristics that the lay public often associated with the popular definitions of the construct.
Some of the traits Mayer identified were optimism, self-confidence, and initiative (Salovey &
Mayer, 1990). Most recently, Petrides (2010) believed that EI is an extension of personality and
developed a methodology and a tool to assess the trait while remaining cognizant of the inherent
subjectivity of emotions.
Many unique theoretical models and quantitative instruments to assess emotional
intelligence have been developed to further investigate the construct. The leaders in EI research
decided to use generalized terminology rather than explicitly stating what to not include in the
definition and scope of the construct. Although each model and corresponding interpretation
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contains slight differences, EI is commonly understood to include the capacity to process,
understand, regulate, and utilize emotions in thought and action (Drigas & Papoutsi, 2019).
Why is Emotional Intelligence Important?
Goleman (1998) explained that a person who possesses a high degree of EI is cognizant of
the feelings, needs, and emotions of other people. The self-awareness resulting from a high EI,
coupled with a deep understanding of other people, contributes to creating and developing
valuable and satisfying relationships for all parties involved (Goleman, 1998). Bar-On (2006)
postulated that emotional intelligence allows an individual to “effectively manage personal,
social, and environmental change by realistically and flexibly coping with the immediate
situation, solving problems, and making decisions” (p. 4). Once developed, emotional
intelligence improves how a person controls emotions, reactions, and behaviors to remain
positive and motivated while dealing with life as it unfolds.
Effect of Emotional Intelligence Within Organizations
Emotional intelligence has garnered interest from psychology, education, organizational
development, process improvement, learning and development, talent management, human
resources, and many other fields. The interdisciplinary nature of EI and the potential implications
for most organizations are some of the driving forces behind the rapid growth in popularity
among researchers and the general public.
Leadership Efficacy
Leaders influence the culture, direction, and success of organizations. As emotional
intelligence has matured as a construct, the connections between EI and traits possessed by
influential leaders have never been more evident. Leaders confront a myriad of problems and
difficult decisions each day. Emotional intelligence research has suggested that high EI leaders
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can recognize and connect with personal emotions. Goleman (1998) decisively declared that the
most effective leaders share a high degree of emotional intelligence. The self -awareness, selfregulation, and empathy possessed by an emotionally intelligent leader enable the social skills
considered assets in leadership to influence organizations positively. Goleman (1998) suggested
that even the most educated, analytical, well-trained, and cognitively intelligent leaders will
struggle to become great without the elements inherent in a high EI. Emotionally intelligent
leaders possess the intuition required to gauge the moods of employees, stakeholders, and
business acquaintances. When understanding the emotional context of a situation, the leader can
adapt and approach each situation appropriately (Ovans, 2015).
According to Drigas and Papoutsi (2019), influential leaders understand how personal
actions impact others and use knowledge and self-control as advantages in one or more ways.
The research pointed out that influential leaders have empathy but must also make difficult
decisions when necessary. Good leaders can honestly and accurately judge the work and
performance of others while refraining from being judgmental and biased. The researchers
believed that effective leaders exude passion and dedication. Exceptional leaders balance feeling
and logic while making decisions. Drigas and Papoutsi (2019) described influential leaders as
skilled communicators who create personal connections.
Job Satisfaction
Job satisfaction is the “collection of feelings that individuals hold toward his or her job”
(Sony & Mekoth, 2016, p. 23). Employee satisfaction combines job satisfaction with factors such
as organizational culture, the opportunity for advancement, comparing the present job to
previous experiences at other organizations, and potential future with the current organization
(Hatane, 2015).
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While the overall emotional intelligence of an organization is considered important by
employees, the influence EI has on the employee does not stop there. Bina and Peter (2014)
discussed the importance of the employee to possess emotional intelligence personally and
suggested that the employee is responsible for the perceived level of job satisfaction. High EI can
help employees deal with work-life balance, relationship management, and maintaining a
positive outlook (Bina & Peter, 2014). EI significantly impacts members of every organization.
Punctuated Equilibrium
The punctuated equilibrium theory (PET), popularized by paleontologists Gould and
Eldredge in 1977, began as a contrarian explanation of evolution and a mechanism of speciation
throughout the history of life on earth. The predominant scientific thinking of the time was
gradual and incremental change over many generations through natural selection, as described by
Charles Darwin in 1859 (Heasley et al., 2021). Darwin stressed the absence of sudden
unexplained change and instead suggested that adaptation only happened in short and slow steps.
Heasley et al. (2021) emphasized how the Darwinian model of evolution demonstrated
gradualism where “nature makes no leaps” (p. 57).
Conversely, the model proposed by Gould and Eldredge (1977) included long periods of
genetic stability with no change punctuated by brief and spontaneous periods of rapid adaptation.
The PET relies on the concept of unpredictable change taking place during brief periods of
genetic instability, which can lead to significant change very quickly (Heasley et al., 2021). In
industries such as public policy (Park & Sapotichne, 2020), higher education (Li, 2017), and
finance (Disney et al., 2020), practitioners realized the existing parallels between the punctuated
equilibrium model and the unprecedented changes witnessed in non-scientific fields.
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From the onset of the global coronavirus pandemic, the media, scientists, and
policymakers have debated how to categorize the circumstances. Some experts referred to the
outbreak as a black swan event (Sanmarti, 2020), while others believed the fallout from the virus
behaved closer to a punctuated equilibrium (Kettl, 2020). Although the coronavirus pandemic
shared some characteristics with a black swan, a punctuated equilibrium categorization is more
accurate because an infectious disease outbreak was entirely predictable (Valeras, 2020).
When the outbreak began, the leaders of educational institutions were not focusing on the
proper terminology to use when describing the coronavirus. Instead, academic administrators
from every city, state, and country determined the best course of action to keep the students safe
and learning. No event of such magnitude had occurred in recent history, resulting in many
organizations lacking preparation for an unprecedented need for immediate change. The
opportunity to explore the influence that EI had on academic leadership during a punctuated
equilibrium can help further increase the understanding and implications of the evolving
construct.
Conceptual Framework
The first visual representation of the conceptual framework, found in Figure 1, outlines
the concepts and subconcepts associated with emotional intelligence and leadership ability. The
existing body of research on leadership ability is extensive and inclusive of many industries and
individuals at various levels of organizational hierarchy. The literature focused on academic
leadership was reviewed to acknowledge a list of common factors that can influence leadership
ability including cognitive intelligence (Brody, 2004), personality (Cohen et al., 2013), and
organizational culture (Maamari & Majdalani, 2017).
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Figure 1
Leadership Ability Conceptual Framework

Figure 2
Job Satisfaction Conceptual Framework

Figure 2 outlines the concepts and subconcepts associated with emotional intelligence
and job satisfaction. The current research acknowledged that additional factors, including
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compensation, personal interests, upward mobility, and organizational culture, influence job
satisfaction (Sony & Mekoth, 2016). The existing body of research on job satisfaction is
extensive and inclusive of many industries and individuals ranging from entry-level employees
to world leaders. The list of subtopics for consideration originated from the literature specific to
the job satisfaction of academic leaders. Though the current research recognizes the subtopics,
the primary focus was the influence of emotional intelligence on leadership ability and job
satisfaction during a punctuated equilibrium.
Problem Statement
An event that demonstrates the characteristics of punctuated equilibrium, or a sudden
disruption of conditions that leads to rapid transformation, can wreak havoc on society. The
COVID-19 pandemic has led to unprecedented change on a global scale. Organizational leaders
have been navigating crises with fluctuating circumstances for a prolonged duration of time. For
more than a year, educational institutions had to simultaneously plan for the unpredictable
present and an uncertain future in the face of a growing number of obstacles. In academia,
leaders have faced concerns and confusion over safety guidelines, distance learning, discontented
labor unions, federal and state policies, and worried families.
Under normal conditions, effectively leading a school requires a broad combination of
knowledge, skills, and abilities to make data-driven decisions to achieve desired learning
outcomes. The pandemic has generated widespread concern for teachers, students, and families,
further compiling school administrator responsibilities. A growing body of research indicates that
emotional intelligence has emerged as a beneficial behavioral trait for leading through adversity
(Allard, 2021; Ticlau et al., 2021).
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The novelty of the recent punctuated equilibrium event has created an opportunity to
examine leadership and job satisfaction from an alternate perspective. The literature exploring
the relationship between emotional intelligence, leadership, and job satisfaction for school
administrators during a punctuated equilibrium event is minute at best.
The rapid changes, which began when the contagion reached the United States in early
2020, highlighted the need to remain flexible while dealing with complex problems that elicited
strong feelings from involved parties. The main facets of emotional intelligence are selfawareness, self-control, social awareness, and relationship management (Mayer & Salovey,
1997). Theoretically, possessing emotional intelligence should have translated to enhanced
leadership performance during especially trying times. Understanding the degree to which
emotional intelligence influences leadership ability and job satisfaction would help schools
cultivate the desired traits that correlate with effective leadership in existing employees or
identify desirable traits in new hires.
Purpose Statement
The purpose of this study is to examine the degree of influence that emotional
intelligence has on predicting leadership ability and job satisfaction for school administrators
from elementary, secondary, or post-secondary schools during a punctuated equilibrium such as
the COVID-19 pandemic.
Overview of Methodology
Research Questions
This study addressed the following research questions:
1. To what degree is emotional intelligence a predictive factor of leadership ability
during a punctuated equilibrium?
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2. To what degree is emotional intelligence a predictive factor of job satisfaction during
a punctuated equilibrium event?
Research Hypotheses
1. To what degree is emotional intelligence a predictive factor of leadership ability
during a punctuated equilibrium?
H 0 : The analyses of the influence of emotional intelligence on leadership ability
will yield no statistically significant predictive effect of emotional intelligence upon
leadership ability.
H a: The analyses of the influence of emotional intelligence on leadership ability
will yield a statistically significant predictive effect of emotional intelligence upon
leadership ability.
2. To what degree is emotional intelligence a predictive factor of job satisfaction during
a punctuated equilibrium?
H 0 : The analyses of the influence of emotional intelligence on job satisfaction will
yield no statistically significant predictive effect of emotional intelligence upon job
satisfaction.
H a: The analyses of the influence of emotional intelligence on job satisfaction will
yield a statistically significant predictive effect of emotional intelligence upon job
satisfaction.
Overview of Analyses
Study data were analyzed in two distinct phases: preliminary and then by research
question and hypothesis. Study data were retrieved initially from Excel spreadsheets. Formal
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analysis of study data was conducted using the 28th version of IBM’s Statistical Package for the
Social Sciences (SPSS).
Preliminary Analysis
Preliminary analyses included evaluations of missing data, internal reliability, initial
descriptive analysis of the dependent variables in each research question, and study participant
demographic information. Descriptive statistical techniques used in the preliminary analyses
were frequencies (n), percentages (%), and measures of central tendency (mean scores) and
variability (standard deviations).
Data Analysis by Research Questions
Research questions one and two were initially addressed using descriptive and inferential
statistical techniques. Frequencies (n), percentages (%), measures of typicality (mean scores),
and variability (standard deviations) represented the primary descriptive techniques used to
address the two research questions.
Research questions one and two are predictive in nature, therefore the linear regression
statistical technique was used to assess the predictive abilities of the independent variables in
both research questions. Predictive model fitness was evaluated using the interpretation of
ANOVA Table F values. F values of p ≤ .05 was considered indicative of predictive model
fitness. All major assumptions of linear regression were addressed by visual inspection of scatter
plots (linearity, homoscedasticity) or statistical means (independence of error, normality of
residual distribution, influential outliers).
The threshold for statistical significance of finding was established at p ≤ .05. The
magnitude of effect in the comparisons featured in research questions one and two were assessed
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using the R2 statistical technique, and the interpretation of predictive effect sizes was addressed
using the conventions provided by Sawilowsky (2009).
Limitations
The participant sample was limited to school administrators, which could be a limitation.
The reliability of the data could also be a limitation due to the self-reporting nature of the
assessment. Finally, the survey asked respondents to reflect on the past, which may be
challenging for some participants.
Definition of Key Terms
The ample supply of literature available on emotional intelligence has led to widespread
contradictions and confusion. The following operational definitions were used to reduce
misperception and construct a cohesive narrative.
•

emotional intelligence: the capacity to process, understand, regulate, and utilize
emotions in thought and action (Drigas & Papoutsi, 2019).

•

punctuated equilibrium: periods of stability, with little or no change, disrupted by a
punctuated period of rapid and dramatic change (Lundgren et al., 2018).

•

job satisfaction: the “collection of feelings that individuals hold toward his or her
job” (Sony & Mekoth, 2016, p. 23).

•

leadership ability: the ability to influence, motivate, and enable others to contribute
toward organizational success (Drigas & Papoutsi, 2019).
Significance

The initial shock and subsequent aftermath of the coronavirus pandemic brought
unprecedented change to most people and industries. Organizations were faced with difficult
decisions as widespread fear and uncertainty resulted in rapidly changing health and safety
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guidelines. Although first responders and other frontline workers have tremendously helped
society during such a trying time, the decisions made by leaders of academic institutions seem to
have affected more people during the COVID-19 punctuated equilibrium (US Bureau of Labor
Statistics, 2022). The decisions pertaining to schools not only involve the learners but families,
guardians, the employers of the caregivers, and many other people. Every household with
school-aged children had to be transformed into a classroom seemingly overnight. Parents,
students, and teachers had to learn how to survive in the new normal very quickly.
Behind the scenes were school administrators weighing the plausible options while
deciding the proper course to deliver the desired learning outcomes for the students. This study
investigated to what degree emotional intelligence influenced the ability of academic leaders to
navigate through a punctuated equilibrium. Examining the degree to which emotional
intelligence influenced job satisfaction during the coronavirus pandemic provided a glimpse into
the impact the unprecedented circumstances and uncertainty had on the feelings and fulfillment
experienced by school administrators. Understanding how emotional intelligence influences
leadership ability and job satisfaction would help schools cultivate the desired traits that correlate
with influential, satisfied leaders in existing employees or identify desirable qualities in
prospective leaders. Finding leaders capable of performing well, even during periods of great
distress (akin to a punctuated equilibrium) would help organizations prepare for inevitable
disruptions in the future.
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II. REVIEW OF LITERATURE

The purpose of this study is to examine the degree of influence that emotional
intelligence has on predicting leadership ability and job satisfaction for school administrators
from elementary, secondary, or post-secondary schools during a punctuated equilibrium such as
the COVID-19 pandemic.
The Mind-Body Connection
Human beings have developed into the most complex organisms on the planet in many
ways. Free will, combined with the ability to feel emotion, learn, and reason, has allowed the
human species to overcome obstacles, advance technology, and develop civilizations throughout
history. The physical and mental aspects of human existence have fascinated scientists and
laypeople alike for centuries. Physical attributes, including anatomy and physiology, have been
studied for many years due to the ability of scientists and philosophers to observe, measure, and
catalog the traits with the unaided eye and minimal technology (Audi, 1995). As technologies
have advanced in medicine and associated fields over the last 30 years, scientific research and
discovery have never happened more rapidly.
The psychological and physiological functionality of the human brain is not as readily
observable as its outward physical characteristics. Even before the time of Plato and Aristotle,
the most respected thinkers of each generation have had theories, followers, and people that
opposed every idea. Scientists, by nature, have strived to touch, measure, quantify, and exert
some level of control over the researched phenomena (Audi, 1995). Social science topics that do
not fit the same criteria as physical sciences, including cognition, learning, emotions, and
memory, have historically been more difficult to get experts to reach a consensus. The interaction
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between the mind, body, and soul has always been a challenging and complex puzzle to piece
together for scientists and theologians alike.
An example of the popularized early thinking on the mind-body connection came from
the dualist views of René Descartes in the 17th century. Descartes believed that the soul/mind
and the body existed as two distinctly separate entities. According to Descartes, the term soul
comprised thinking and anything else the physical body could not conceivably perform (Yue &
Weicheng, 2021). A person consisted of both body and soul that could causally interact, and
causation was possible in both directions. Essentially, events that happen to the body could affect
what occurs within the mind. At the same time, events that happen within the mind could affect
the body. Overall, Cartesian dualism suggested that the mind influences the body, and the body
influences the mind (Descartes, 1968).
Subsequent research over the centuries following Descartes has supported the dualistic
idea that the mind and body influence each other. Remarkably, Descartes theorized the
possibility of such conditions hundreds of years before the technology existed to verify the
connection scientifically. More recent studies have identified what appear to be physical
manifestations of particular mental states. Conditions including inflammation and high blood
pressure (Uchino et al., 2013), ulcers (Mikhail, 1969), increased alcohol intake (Ein-Dor et al.,
2013), and lower back pain (Bruehl et al., 2008) tend to be more prevalent in people living with
high levels of stress and anxiety.
Descartes (1649/1989) authored The Passions of the Soul, which discussed feelings and
emotions. The book explained that the body was full of animal spirits roaming the body.
Descartes postulated that the animal spirits carried messages from the brain throughout the rest
of the body. The theory described the “passions of the soul” in the same context as emotions
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exist in current literature. Descartes ultimately furthered the concept of the mind-body
connection with the reflex theory, which attempted to explain how external stimuli caused the
body to react. Though Descartes used animal spirits to describe the concept of the mind-body
connection, since the technology did not exist to suggest something better, the fundamental
aspects discussed are in line with the present understanding of nerve impulses. As Descartes
explained, a message is sent from a sensory organ, like the ear, to the brain and then back to a
muscle to perform the appropriate reflex or action.
After the reflex theory, Descartes began to promote that the functions of the soul should
be studied and quantified like physical sciences or mathematics. Descartes (1968) opposed
predominant religious entities that believed the soul was divine and inaccessible to mortal
beings. Hundreds of years after the death of Descartes, the body of work regarding emotions and
cognition continued to inspire and influence scientists and psychologists. Descartes brought the
worlds of philosophy and science together when the two were historically opposed. The work
and legacy of Descartes paved the way for interdisciplinary scientific fields and a deeper
understanding of the human brain and behavior.
Behavioral neuroscience and industrial and organizational (I-O) psychology are examples
of emerging fields that have facilitated collaborations from many scientific disciplines. Armed
with various perspectives and similar goals, interdisciplinary fields create, research, and analyze
scientific theories and principles to determine how and where the results apply. Emotion,
cognition, personality, motivation, and performance are examples of broad topics multifaceted
researcher teams have examined with varying areas of expertise (Waldman, 2013).
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Understanding Emotional Intelligence
Understanding how external stimuli, including verbal and nonverbal cues, enter the brain
and are processed through mechanical and physiological functions before becoming thoughts,
feelings, or behaviors has captivated curious minds for centuries. Theories of potential social and
affective components to intelligence date back to the philosophers of ancient Greece. Scientists
and researchers began to explore the subject of emotional intelligence from a theoretical
perspective before identifying and refining inherent behavioral characteristics that could be
studied more specifically. Researchers have transitioned to studying where emotional
intelligence fits within society and the workplace while developing models, methodologies, and
tools to measure the construct reliably.
The Path to Becoming a Construct
Naturalist Charles Darwin became one of the first researchers to document the possible
existence of a non-cognitive type of intelligence referred to as “social intelligence” in the late
1800s. The purported affective qualities of human intelligence were elaborated upon by
behaviorist Edward Thorndike in 1920 (Sternberg & Smith, 1985). Before scientists could
determine the best way to measure social intelligence, some decided to explore the body region
where thought physically occurred. Gall specialized in phrenology and examined the topography
of the skull to predict future traits and abilities (Bentley, 1950). Practitioners in psychology,
anatomy, and physiology looked for evidence of social intelligence in the physical structures
within the brain itself. Subsequent researchers remained interested in conceptualizing processes
happening within the brain that did not involve cognition. For years, numerous definitions
attempted to describe a construct of social intelligence (Sternberg & Smith, 1985). During this
time, the underlying theoretical components of social intelligence remained elusive.
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A renewed interest in the theory and application of social intelligence culminated in a
new name for the construct accompanied by a tool to quantify the processing of emotional
interpretation and regulation (Salovey & Mayer, 1990). Emotional intelligence (EI) has
continued to be a source of debate in the scientific community ever since. Presently, EI is either
considered a competency-based construct, referring to models popularized by Salovey and
Mayer (1990), Bar-On (2006), and Goleman (1998), or a facet of personality, demonstrated by
Petrides (2010) and his trait EI model. A scientific consensus remains ambiguous as both
schools of thought have supporters and detractors. The public discourse among experts has not
stopped practitioners in human resources, education, talent management, psychology, and
operations from considering and applying the utility of emotional intelligence in policy and
practice.
Organizational Characteristics Associated with Emotional Intelligence
Emotional intelligence has garnered interest from the fields of psychology, education,
organizational development, process improvement, learning and development, talent
management, human resources, and many others. The literature on EI, published by experts from
many different backgrounds, has led to widespread contradictions and confusion at times. The
following characteristics that influence organizations were defined to establish the
interconnected relationship with EI, reduce common misperceptions, and construct a cohesive
literature review.
Organizational Effectiveness
Historically, businesses and institutions established expectations and targeted goals for
the organization to achieve (Lunenburg, 2012). Inevitably, the organizations are evaluated by
whether the desired outcomes become a reality. The ability of the organization to proficiently
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meet or exceed goals and expectations is known as organizational success or organizational
effectiveness (Sharma & Singh, 2019). Companies measure organizational effectiveness to
monitor profits, resources, the time taken to accomplish goals and meet deadlines, and customer
fulfillment (Yukl, 2008). To remain effective and competitive, a certain degree of change within
an organization has been necessary and inevitable (Sharma & Singh, 2019). According to
Dhingra and Punia (2016), organizational emotional intelligence influences how an organization
can plan for and cope with the changes that have and will take place.
Organizational Culture
An organization, academic and otherwise, is evaluated based on the results achieved at
various milestones (Farrell, 2019). The often overlooked, more difficult to measure characteristic
that fosters success is organizational culture (Farrell, 2019). A widely accepted definition of
organizational culture is “the set of values, beliefs, behaviors, customs, and attitudes that helps
the members of the organization understand what it stands for, how it does things, and what it
considers important” (Sokro, 2012, p. 106). Cultural influences are present in the behavior,
communication, and decision-making patterns of the organizational population (Maamari &
Majdalani, 2017). The culture is based on employee perceptions and determines the attitude held
by the workforce. Dirican and Erdil (2019) assessed 645 academic staff members and their
results suggested that the ability to appraise the emotions of others, regulate emotions, perform a
self-emotion appraisal, and use emotions effectively, all characteristics associated with EI, were
directly related to improved organizational culture.
Employee Attraction
Organizations attract employees in many ways. For example, the employee may seek a
specific organizational culture or benefits and compensation that a potential employer offers,
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while some emphasize brand or name recognition. Leading businesses build strong identities that
portray the “employer brand” to inform potential talent of the benefits of becoming part of the
organization, including benefits, pay, flexible hours, innovativeness, and prestige (Vaneet &
Neha, 2018). Candidates have been more likely to choose a company with beliefs and practices
that mirror personal values (Geisler, 2021).
Researchers have compared prospective applicants to potential coworkers to investigate
the attraction effect (Devendorf & Highhouse, 2008). The similarity-attraction effect has been
studied in detail to further understand interpersonal communication by investigating contextual
similarities such as personality, attitude, demographic, and physical attractiveness (Devendorf &
Highhouse, 2008). Devendorf and Highhouse (2008) suggested that the same thought process
can be applied to potential employees finding the ideal place to work.
Employee Retention
Employee retention is defined as keeping employees with an organization for an extended
period (Sandhya & Kumar, 2014). Organizations employ retention strategies to improve
commitment and productivity from the hired and trained workforce, and companies that value
employees and offer creative and competitive benefits have a competitive advantage over
organizations that do not share the same type of reputation (Sandhya & Kumar, 2014).
Employee Satisfaction
Job satisfaction is the “collection of feelings that individuals hold toward his or her job”
(Sony & Mekoth, 2016, p. 23). Employee satisfaction combines job satisfaction with
organizational culture, the opportunity for advancement, comparing the present job to previous
experiences at other organizations, and potential future with the current organization (Hatane,
2015). Employee satisfaction is complex and unique for each employee due to the many factors
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that influence personal perceptions, including past experiences, present circumstances, and future
aspirations.
Personal motivation and its driving factors that influence employee satisfaction have been
studied using established models such as Maslow’s hierarchy of needs and Herzberg’s Two
Factor Theory (O’Connor, 2018). Maslow (1954) believed that the basic human needs for food,
shelter, and safety must be met before higher-level needs could be considered. From an
organizational perspective, employee satisfaction is focused on the higher-level needs of social
belonging, esteem, and self-actualization (O'Connor, 2018). According to Maslow (1954), esteem
is the desire for recognition and achievement, while self-actualization is concerned with an
individual's need to realize inherent potential through dedication to a duty or mission. Herzberg
et al. (1959) grouped characteristics like benefits, salary, and working conditions into a broader
category coined hygiene factors. The second factor influencing satisfaction was termed
motivators, which “serve to bring about the kind of satisfaction and the kind of improvement in
performance that industry is seeking from its workforce” (Herzberg et al., 1959, p.114).
Motivators were identified as a source of stimulation to inspire the workforce.
More than 60 years after Herzberg outlined his Two Factor Theory, researchers continue
to explore the long-established correlation between employee satisfaction and motivation. Afzal
and Kumar (2018) studied 150 people working in private higher education institutions and found
employee satisfaction to be directly related to the level of motivation possessed by the
individual. The study investigated the influence of intrinsic and extrinsic motivating factors, a
modern interpretation of Herzberg’s motivators and hygiene factors, respectively. Employees
continue to be intrinsically motivated by inherently interesting and meaningful tasks, whereas
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extrinsic motivation stems from the desire for a specific outcome or reward (Afzal & Kumar,
2018).
Personal feelings, motivations, and perceptions shape the meaning of satisfaction to the
individual employee. Processing feelings and formulating perceptions are trademark features of
emotional intelligence (Drigas & Papoutsi, 2018). Chirayath and Bhandari (2022) conducted a
study to determine if EI scores at the individual level influenced employee satisfaction, and the
results found the variables to be positively correlated. Individual emotional intelligence is closely
related to employee satisfaction and has been shown to improve the satisfaction of others in the
workplace as well. Employees with high EI show increased organizational citizenship behaviors
and reduced counterproductive workplace behaviors (Dirican & Erdil, 2019). The growing body
of research dedicated to the relationship between satisfaction and EI suggests that improving EI
in the workplace may also improve employee satisfaction.
Identifying Leadership Potential
Traits of Effective Leaders
Loyal, trustworthy, ethical, responsible, accountable, respectful, and fair are
characteristics associated with effective and influential leaders (Rowe & Guerrero, 2013).
Outside of the traits inherent in emotional intelligence, cognitive intelligence and personality are
two additional characteristics traditionally used to predict whether an individual will be an
effective leader.
Cognitive intelligence (IQ)
Cognitive ability, or cognitive intelligence, is considered a latent ability assessed by
psychometric tests (Brody, 2004). Assessments that measure IQ demonstrate the problem-solving
ability of the participant. IQ tests and other forms of assessing cognitive ability have been the
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gold standard for hiring managers and human resources professionals for decades. Cognitive
ability assessments have demonstrated the capability to strongly predict job performance in
nearly all fields (Adetula, 2016).
Personality
Personality traits have been the topic of an extensive collection of research. Personality
assessments have measured psychological traits, mental states, values, interests, attitudes,
acculturation, personal identity, and behavior (Cohen et al., 2013). Research has suggested that
performing personality assessments on prospective employees can provide helpful information
for organizations to choose personnel. Although many personality assessments cannot predict the
behavior an individual will exhibit, the results may help employers identify individuals who
possess traits that can potentially lead to undesirable behaviors in the workplace (Goodstein &
Lanyon, 1999).
The personality assessments designed to predict behavior in the workplace are often
concerned with the Big Five personality traits (Goodstein & Lanyon, 1999). The Big Five
personality factors are openness, conscientiousness, extraversion, agreeableness, and neuroticism
(Cohen et al., 2013). The Myers-Briggs Type Indicator (MBTI) also tried to determine how a
person will perform in certain situations. This instrument has demonstrated the ability to
differentiate between extraversion and introversion, sensing and intuition, thinking and feeling,
and judging and perceiving (Keyser & Sweetland, 1984). The traits desired for a leader can vary
based on factors, including the industry of operation, organizational values, and desired external
perception.
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Growing Emphasis on Emotional Intelligence
As emotional intelligence has become more prevalent across industries, researchers and
practitioners consider the construct a vital component of a sustainable business (Pirvu, 2020).
Highly emotionally intelligent leaders have become increasingly sought after as the decisions
and behaviors portrayed impact the performance, morale, and well-being of the subordinates
throughout the organization (Pirvu, 2020). Once a high level of EI is identified as a favorable
trait essential for success, the organization must determine the best way to assess the construct in
prospective leaders.
Measuring Emotional Intelligence
Researchers from various disciplines have attempted to quantify emotional intelligence.
EI is often measured using a self-report, an ability test, an other-report-style assessment. Selfreport surveys are commonly used to assess specific characteristics, including personality traits
or job performance. Ability tests measure the degree of skill possessed by a subject in a given
category. Ability tests often contain situational questions to determine how the assessed person
would perform or react given a specific combination of circumstances. Other-report type
assessments, also known as 360-degree assessments or observer ratings, rely on the feedback
collected from other people to assess an individual.
Conversely, some researchers are interested in qualitative rather than quantitative data.
Qualitative data, which is non-numerical and focuses on traits and characteristics, are collected
using interviews and questionnaires. Each type of assessment used over time has possessed
inherent strengths and weaknesses, which vary based on the method of inquiry. Some assessment
techniques have been incredibly effective at measuring emotional intelligence, and researchers
continue to investigate and improve the tools.
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Assessment Tools
Emotional and Social Competence Inventory (ESCI)
According to the Consortium for Research on Emotional Intelligence in Organizations
(CREIO, 2018), the Emotional and Social Competence Inventory (ESCI), co-designed by
Goleman and Boyatzis, examines the emotional and social competencies of influential leaders.
The assessment uses a multi-report approach, which means both self-report and other-report data
are collected. The instrument measures emotional self-awareness, emotional self-control,
adaptability, achievement orientation, positive outlook, empathy, organizational awareness,
inspirational leadership, influence, conflict management, and teamwork (CREIO, 2018). The
desired outcomes expected when the ESCI is employed include quantifying the EI of leaders
within an organization, improved feedback during performance reviews, enhanced coaching and
development of staff, and continuous improvement throughout the organization (CREIO, 2018).
Emotional Quotient Inventory (EQ-i and the updated EQ-i 2.0)
The Emotional Quotient Inventory (EQ-i) was instrumental in the development of the
Bar-On model. Bar-On (2006) explained that “the EQ-i is a self-report measure of emotionally
and socially intelligent behavior” (p. 4). CREIO (2018) states that the assessment is available in
a self-report format (EQ-i 2.0), an other-report format (EQ 360), or the formats can be combined
to achieve the most detailed results possible. The assessment designed by Bar-On measures selfperception, interpersonal relationships, decision making, self-expression, stress management, and
many subcategories (CREIO, 2018). The assessment has been widely used and is available in
more than 30 languages, which have allowed researchers to collect data from around the world
(Bar-On, 2006).
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The Mayer Salovey Emotional Intelligence Test (MSCEIT)
The Salovey-Mayer model of EI was quantified using an ability-based measure known as
the Mayer Salovey Emotional Intelligence Test (MSECEIT; Mayer et al., 2002). The MSECEIT
contained two scored characteristics: the first collected information about perception and
facilitation, while the second contained the scores from the portion regarding understanding and
managing emotions (Mayer & Salovey, 1997). Brackett and Mayer (2003) provided evidence
that the data collected from MSCEIT measures EI and not another construct that may be closely
related.
Trait Emotional Intelligence Questionnaire -Short Form (TEIQue-SF)
The Trait Emotional Intelligence Questionnaire (TEIQue), and its derivatives, including
the TEIQue-SF, differ from other noted measurement instruments as it quantifies trait emotional
intelligence rather than ability-based EI. Petrides et al. (2007) developed the TEIQue based on
previously identified components of emotional intelligence. Petrides (2010) measured trait
emotional intelligence through the TEIQue instrument derived from a valid and reliable
theoretical framework that measured EI as a trait instead of an ability. Petrides (2010) considered
EI a facet of personality that recognizes the “subjectivity of emotional experience” (p. 137). Trait
EI is widely used and empirically supported by reproducible data from numerous, sophisticated,
independent studies (Petrides, 2010).
Prioritizing EI in the Workplace
Is EI a Better Predictor of Success than IQ?
Historically, cognitive intelligence (IQ) was used to assess future performance and
organizational fit. However, as the construct of EI has continued to grow and gain exposure,
researchers have begun to investigate whether EI can help predict performance outcomes and
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how a potential hire would integrate into the organization. Khan et al. (2019) conducted a study
in the banking industry and found a significantly strong correlation between EI scores and
occupational performance, while Chughtai and Lateef (2015) found the same strong relationship
in the telecommunications industry. Both studies focused on operational employees from
different industries with similar responsibilities, including job structure and regular interpersonal
interactions. The researchers concluded that EI was significantly predictive of employee
performance and recommended that potential employees be screened for EI during the recruiting
process. For existing members of the organization who may lack EI, Khan et al. (2019)
suggested training and continued education to improve EI capabilities and reduce poor
performance.
A study by Boyatzis et al. (2017) explored the relationship between EI and job
performance, finding that EI significantly predicted occupational effectiveness. Factors
commonly used to predict job performance, specifically cognitive ability and personality, did not
yield the same predictive ability as EI in the study (Boyatzis et al., 2017). Bar-On (2006)
suggested that two-thirds of leadership success depends upon emotional intelligence. Colfax et
al. (2011) confirmed that EI has been better at predicting performance than IQ throughout the
literature associated with performance. The examples of EI predicting performance better than
IQ have begun to shift the predominant opinion toward EI as the preferred measure (Boyatzis et
al., 2017).
Change in Hiring Philosophy
As the field of emotional intelligence research has advanced over the last few decades, EI
profiles that translate to future success in a given organization were developed. The US Air Force
(USAF) adopted the Emotional Quotient Inventory (EQ-i) to assess occupational effectiveness
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and has drastically improved its ability to hire successful recruiters (Bharwaney et al., 2007). The
change has saved the USAF millions of dollars, valuable time training employees, and has
reduced turnover significantly. The MSCEIT has shown occupational performance predictability
comparable to the EQ-i (Bharwaney et al., 2011).
Globally, businesses and leaders began to notice the importance of EI when a large
organization like the USAF realized the benefits of transitioning to a greater emphasis on EI
during the hiring process. The World Economic Forum (2020) identified EI as one of the top indemand skills for most countries and industries included in the Future of Jobs report. As a result
of the commonly perceived desire for improved EI, many countries and industries have listed EI
as a focal point in reskilling and upskilling initiatives. The research and evidence that supports EI
as an essential characteristic of leaders and employees have increased considerably over the last
several years. As more data and information have become available, organizations have begun to
shift their recruitment, hiring, and training philosophies to incorporate a holistic approach
emphasizing EI.
How Do Emotionally Intelligent Leaders Influence Organizations?
Leadership Efficacy
Mittal and Sindhu (2012) assessed leadership efficacy using a different approach than
others in the field of emotional intelligence. After a preliminary investigation, the researchers
concluded that measuring EI and determining its impact on leadership was not easy. Unhappy
with the existing assessments to measure EI quantitatively, Mittal and Sindhu (2012) interviewed
numerous influential leaders in Fortune 500 companies and high-ranking government officials to
collect pertinent qualitative data. The research concluded with a list of the most important
aspects of EI that influence leadership effectiveness.
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Mittal and Sindhu (2012) combined the results from the study with information gathered
by previous scientists. The researchers concluded that effective leadership and the ability to
influence others relied upon a mix of cognitive ability and “people skills.” EI encompasses
characteristics from both categories and enhances the ability of leaders and organizations to
understand which traits manifest into effectiveness.
Influential leaders understand how personal actions impact others and use knowledge and
self-control as advantages in one or more ways (Drigas & Papoutis, 2019). The research pointed
out that influential leaders have empathy but must also make difficult decisions when necessary.
Good leaders can honestly and accurately judge the work and performance of others while
refraining from being judgmental and biased. The researchers believed that influential leaders
exude passion and dedication. Exceptional leaders balance feeling and logic while making
decisions. Drigas and Papoutsi (2019) described influential leaders as skilled communicators
who create personal connections.
Organizational Success
Organizational success is the ability of an organization to complete its main tasks while
reducing waste and minimizing the resources required to operate (Mwai et al., 2018). Three key
factors that dictate organizational and financial success are organizational efficiency, adapting
and changing as the business conditions fluctuate, and the people working for the entity (Yukl,
2008). The importance of the quality of human capital within a company is one of the reasons
that identifying and developing influential leaders has been identified as a crucial component of
organizational success (Yukl, 2008).
The challenges faced by leaders when shaping an organization are constantly changing
and can vary in scope and complexity. Creating an efficient organization can be difficult when
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sorting through staffing concerns and changes in the marketplace. Highly emotionally intelligent
individuals successfully lead organizations by motivating and influencing employees (Maamari
& Majdalani, 2017). When a leader faces an issue or concern, a strong EI helps control the
processing and regulation of the emotional elements embedded in the situation (Goleman, 1998).
The leader can then think, reflect, and choose the course of action that sets the organization up
for present and future success whenever possible. The leader often can visualize how each
decision would have played out over time and choose the path containing the most desirable
outcomes (Goleman, 1998).
Time, money, and other resources are heavily considered and may even be the dictating
factors when leaders contemplate what is best for the organization (Mwai et al., 2018).
Influential leaders with high EI have demonstrated the ability to make decisions based on
analytical thinking and facts rather than reacting to a strong wave of feelings (Berkovich & Eyol,
2016). Analytical thinking and self-control have contributed to effective leadership, which many
researchers believe is essential for organizational success (Yukl, 2008).
Employee Attraction
Bihani and Dalal (2014) researched the critical components of productive organizations
explaining that “an organization needs to attract, retain, and nurture people who foster a sense of
purpose, develop unique strategies, attract other committed people, can innovate, and view work
environment as a continual learning structure” (p.1). People are the most valuable assets an
organization possesses. Only 30% of employers feel they have the talent required to reach future
aspirations (Bihani & Dalal, 2014).
When analyzing potential companies, prospective applicants have historically been
concerned with salary, benefits, and upward mobility (Bihani & Dalal, 2014). More recently,
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work-life balance, training opportunities, and employee satisfaction have become increasingly
important to job seekers (Geisler, 2021). Though the factors mentioned remain essential to
prospective employees, recent emphasis has increased the perceived value of organizational
culture, organizational success, and leadership within an organization for prospective employees
(Maamari & Majdalani, 2017). An emotionally intelligent leader would understand the
importance of external perceptions and determine the best course to attract talent and ultimately
improve organizational performance (Maamari & Majdalani, 2017).
Employee Retention
Prior to the COVID-19 pandemic, the global economy had witnessed increased jobhopping and reduced long-term commitment from employees (Bihani & Dalal, 2014). For many
years, organizations focused more resources on attracting talent rather than retaining the
employees already part of the operation (Bihani & Dalal, 2014). Emerging trends in talent
management have shown that organizations are starting to reassess priorities and place a more
significant effort on retaining high performers already with the company (Chakravarti &
Chacraborty, 2020). Onboarding new employees has historically been a considerable expense for
employers worldwide. Up to 90% of new hires decided to stay with the company during the first
several months as the onboarding process takes place (Johnson & Senges, 2010). Organizations
interested in maximizing the return on the resources invested in the new hire have begun
broadening the scope of employee retention.
The widespread practice of frequently changing jobs has become increasingly prevalent
among the younger members of the workforce. A study conducted by Bihani and Dalal (2014)
showed that over 65% of employees under 25 years old seriously considered leaving a current
employer. Seven years and a debilitating pandemic later, employees willingly left jobs in record
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numbers in 2021. For example, the United States Bureau of Labor Statistics (2022) reported
November 2021 as having the highest number of Americans quitting jobs on record. The term
Great Resignation has been used to describe the mass exodus fueled by the shifting priorities
within the workforce (Geisler, 2021). According to Geisler (2021), the pandemic-related changes
faced by employees altered the perception of personal and professional goals for many people.
The driving motivations that contributed to the Great Resignation include a desire for
more flexible working arrangements, burnout, recaptured time saved from not commuting, a
renewed sense of purpose, workplace safety concerns, vaccine mandates, and personal upskilling
to improve future career prospects (Mehta, 2021). Companies continuously compete to be
desired employment destinations for new and existing employees and have become more
creative with benefits packages and working arrangements to attract and retain talent. Strong
leadership, competitive compensation, a good workplace culture, flexible scheduling, and the
opportunity to grow and advance are examples of how EI, directly and indirectly, affects
employee retention and the overall employment experience.
Individual Performance and Productivity
The most potent elements of EI that contribute to occupational performance are the
ability of an employee to possess personal acceptance, social awareness, empathy for the feelings
of others (Goleman, 1998), the ability to manage emotions (Dirican & Erdil, 2019), the ability to
be realistic and maintain the proper perspective (Boyatzis et al., 2017), and having a positive
disposition (Bharwaney et al., 2011). Combining the elements rooted in emotional intelligence
allows employees to contribute to organizations in many ways (Hatane, 2015). Productive
employees improve organizational outcomes, behavior, and culture, leading to overall
productivity and financial gains (Hatane, 2015).
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Hatane (2015) discussed the specific components of employee performance, including
task performance, contextual performance, and adaptive performance. Task performance
involves employee contributions that help the organization meet its goals. Contextual
performance refers to the employee contributing to the cultural aspects of the organization,
including relationships and teamwork. Adaptive performance is concerned with the ability of the
employee to solve unexpected problems and work around obstacles. Each performance
component requires skills and abilities derived from emotional intelligence, including
motivation, social awareness, and conflict management (Kaur & Sharma, 2019).
Personal and organizational emotional intelligence influence employee productivity and
the relationships that exist in the lives of employees both inside and outside of the workplace
(Bina & Peter, 2014). Emotionally intelligent leaders are people-focused, prioritize inspiring
others, and emphasize employee well-being which can significantly impact the performance of
each employee within the organization (Delgado, 2021). How leadership conceptualizes,
implements, and achieves change initiatives can, both directly and indirectly, influence shortterm and long-term outcomes for an organization and its employees (Llego, 2014).
Employee Satisfaction
Although the overall emotional intelligence of an organization may be considered
essential by employees, the influence EI has on the employee does not stop there. Bina and Peter
(2014) discussed the importance of each employee possessing emotional intelligence and
suggested that the employee is responsible for the personal job satisfaction experienced. High EI
can help employees deal with work-life balance, relationship management, and maintaining a
positive outlook (Bina & Peter, 2014). An effective leader with high EI would listen to
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employees and execute a plan to cultivate a safe and productive environment that challenges and
motivates everyone involved (Geisler, 2021).
Navigating Through Adversity
Leaders have historically controlled, planned, and monitored everything happening
within the organization. More recently, the list of responsibilities has emphasized motivating and
inspiring employees (Dabke, 2016). The interpersonal skills possessed by emotionally intelligent
leaders encourage the development of positive and productive organizations where employees
feel valued and cared for (Dabke, 2016). Many aspects of leading an organization became
exponentially more complex due to the many global issues resulting from the COVID-19
pandemic.
The punctuated equilibrium that began as the COVID-19 virus and traversed the globe is
the epitome of adversity. Examples of adversity, COVID-19 or otherwise, have included
everything from minor setbacks and mishaps to school and government shutdowns related to
health and safety concerns (Allard, 2021). While unexpected and generally unplanned for,
organizations with emotionally intelligent leaders theoretically should have responded more
favorably to the pandemic-related adversity (Dervitsiotis, 2005). Organizational change was
essential for continued progress and survival in a rapidly changing landscape, akin to living
organisms adapting to changing environmental conditions to prevent extinction. Leaders are the
predominant change agents in the living organizational system (Dervitsiotis, 2005).
Existing Limitations
Robustness of Data?
For nearly 30 years, researchers have conducted research, developed assessment tools,
and collected qualitative data to unravel the complexities associated with emotional intelligence.
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Some EI theories are thoroughly investigated with immense bodies of data, while other theories
have yet to be developed fully and tested appropriately. Some research points to the same
components of EI, and some studies have failed to deliver conclusive results. In general, the
existing body of data may or may not be considered robust, depending on the researcher who is
asked.
Bar-On, Goleman, and Salovey have researched EI for many years. The EQ-i, ESCI, and
MSCEIT, respectively, have been used in many studies and have collected a great deal of
information to measure and analyze EI. Most recently, Petrides introduced the trait emotional
intelligence perspective and brought the TEIQue to assess the construct differently. Each team
would likely debate which instrument is the most effective tool to measure EI. Other researchers
and practitioners may look at the data collected and the corresponding literature provided by
each team and decide that none of the approaches are entirely trustworthy. Determining how
much data is enough for a theory or instrument to be considered effective and robust is a
subjective question, and the answer has wavered for years and will continue to fluctuate until
scientists and practitioners reach a consensus.
Gaps in Research
Interest in emotional intelligence has existed in several fields, including psychology,
neuroscience, biology, medicine, business, leadership, and education. Many experts have
acknowledged the interdisciplinary nature of the construct, yet the body of literature dedicated to
multidiscipline collaborations investigating EI is scarce. The dearth of literature regarding
elements of EI implemented during onboarding, training, and employee development to
encourage improved organizational success requires increased effort and attention. Several
studies discussed screening for EI before hiring, but very few mentions both onboarding and EI.
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Researchers continued to discuss EI, training, and performance, yet very few studied the effects
of heavily infusing training programs with EI principles.
The Future of EI
Emotional intelligence is considered a relatively new field. Many psychological
constructs have been studied for centuries, while EI, as currently understood, has been examined
since 1990. In its short existence, EI has piqued the interest of researchers from numerous fields
and industries. The breadth and width of the scope of EI have only seemed to widen in recent
years. Scientists will further utilize brain imaging technology that has become available to attach
physiology to the psychological phenomena associated with EI. Researchers and practitioners
will continue to find ways that EI can impact people personally and professionally.
Additional Applications for Organizations
The use of EI as a tool to predict organizational fit, employee retention, job performance,
and organizational success has shown the versatility and value of monitoring the characteristic
(Mittal & Sindhu, 2012). Emotional intelligence could help leaders, educators, and medical
practitioners further understand the wants and needs of customers, students, or patients to
improve future experiences. The customer would benefit from any improvements to the products
or services rendered. The organization would benefit from a deeper understanding of the
population they serve, theoretically improving marketing, sales, and future earning potential
(Hatane, 2015). Using a validated and reliable instrument would ensure efficient use of resources
during the hiring, educating, and training processes. Better hiring (Coetzee & Harry, 2014) and
talent development (Dirican & Erdil, 2019) would then promote an organizational culture primed
for prolonged success.

37

Summary
The immense interest and utility of EI in the workplace have grown exponentially since
the inception of the construct. Individuals are interested in EI for the positive impact that the
recognition and regulation of emotions can have on self-awareness, social awareness, selfmanagement, and relationship management (Bina & Peter, 2014). Companies are interested in
using EI to predict future success and organizational fit among employees (Hatane, 2015).
Leadership and organizational effectiveness have been topics of interest for many companies as
the predictive ability of EI has been developed. Organizations have begun altering the screening
process for new hires to incorporate methods of assessing EI in addition to the often-used
cognitive ability and personality assessments. As the science behind EI research and the
assessment tools used to measure EI have continued to improve, more companies have begun to
utilize EI in some capacity.
Both the mainstream media and social media outlets have influenced the spread of ideas,
including the concept of emotional intelligence and its many characteristics. Some of the driving
factors for the surge in popularity include the idea that EI is teachable and can be developed
(Rivers et al., 2020); EI could be a solution to interpersonal and other people problems faced by
organizations (Murphy, 2006); and the perceived need to improve social and emotional behavior.
The abundance of people discussing the topic have had mixed results for the scientific field
developing the construct. Some of the misconceptions propagated by the media have been
misleading. An internet search for the term emotional intelligence can yield an endless stream of
results, but not all the resulting links are accurate or based on scientific research, and social
media posts can contain uninformed opinions. Widespread access to inaccurate information has
led to millions of people being unsure about the meaning of EI (Brody, 2004). When people read
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conflicting descriptions or contradictory proclamations about a subject, people may doubt the
accuracy of any information relevant to the subject. Emotional intelligence is far from the only
field affected by media-driven misinformation.
Fortunately, not all the attention EI has received lately has been counterproductive, and
the exposure has led people to think about emotions and the potential effects processing and
regulating emotions can have in daily life. One facet of the EI construct that has garnered much
attention is that unlike cognitive intelligence (IQ), which does not change with age, emotional
intelligence (EI) can be learned, taught, and developed over time (Bracket et al., 2011; Colfax et
al., 2011). The idea that such an influential and valuable skill can improve with practice has
motivated many people to learn about the topic.
The relatively short existence of the EI construct and the many different interpretations of
what EI is have caused hesitance and confusion in some people (O’Connor, 2019). The growing
emphasis on EI suggests the number of people and organizations that doubt the value of EI has
diminished as the science, evidence of application in numerous settings, and measurement tools
have matured and improved. Recent trends in research, perspective changes in talent
management practices, and the growing number of organizations emphasizing EI to some extent
have indicated that the reach and implications of EI in the workplace continue to trend in a
positive direction.
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III. METHODOLOGY

The purpose of this study is to examine the degree of influence that emotional
intelligence has on predicting leadership ability and job satisfaction for school administrators
from elementary, secondary, or post-secondary schools during a punctuated equilibrium such as
the COVID-19 pandemic.
Description of Methodology
Research Context
A non-experimental quantitative research design addressed the research problem
(Edmonds & Kennedy, 2017). A survey research methodological approach was utilized to
achieve the data necessary to address the research questions. A survey approach was selected fir
its ability to generate considerable amounts of quantitative data on a given topic, statistical
power, versatility, and scalability (Jones, Baxter, & Khanduja, 2013)
Participants
A target population of academic leaders was chosen because of the unforeseen difficulties
the group faced from the outset of the punctuated equilibrium stemming from the COVID-19
pandemic. Academic leaders were thrust into perplexing situations full of confusion, fear, and
uncertainty when the pandemic forced drastic changes in education. These unique circumstances
during the punctuated equilibrium provided a novel opportunity to assess the degree of influence
that EI had on the level of job satisfaction and leadership ability for the designated population.
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The survey data were collected anonymously and voluntarily from 33 academic leaders from
elementary (33%), secondary (36%), K-12 (18%), or post-secondary schools (12%). The
participants consisted of men (12%) and women (88%) ranging from 18 to over 48 years. Both
public (64%) and private (36%) institutions were represented in the population.
Statistical Power Analysis: Sample Size Parameters
Statistical power analysis using the G*Power software (3.1.9.2, Universität Düsseldorf,
Germany) was conducted for sample size estimates associated with statistical significance
testing. The study’s statistical power analysis was delimited to anticipated medium and large
effects, a power (1 – β) index of .80, and a probability level of .05.
In research questions one and two, the simple linear regression technique was used for
statistical significance testing purposes. An anticipated medium effect (f 2 = .25) would require
55 participants to detect a statistically significant finding and 25 participants for an anticipated
large effect (f 2 = .40) in research questions one and two.
Follow-up analyses in research questions one and two were conducted using the Pearson
Product-Moment Correlation Coefficient (r) statistical technique. An anticipated medium effect
(r = .30) would require 67 participants to detect a statistically significant finding and 23
participants for an anticipated large effect (r = .50) in the follow-up analyses in research
questions one and two.
Research Instrumentation
The research instrument used in the study was comprised of standard demographic
questions, self-report Likert-type scale items, and a standardized research instrument designed to
assess the construct of emotional intelligence. The research instrument was electronically
disseminated using a Google Form platform format. The demographic questions included age,

41

gender, years of experience in academic leadership, type of academic institution, the highest
level of education completed, geographical location, and religious affiliation. The Likert-type
scale items represented on the survey were designed to allow study participants to self-assess
leadership ability, leadership outcomes, and job satisfaction during the punctuated equilibrium
event.
The research instrument selected for use in the study was the Trait Emotional Intelligence
Questionnaire-Short Form (TEIQue-SF). The TEIQue-SF consisted of a 30-item measure that
evaluated EI and assessed the four Trait EI factors: Well-Being, Self-Control, Emotionality, and
Sociability (Cooper & Petrides, 2010). The TEIQue-SF was converted into a Google Form,
which is free to use for academic purposes and widely used for similar research, to assess
emotional intelligence electronically. The internal consistency score and test-retest reliability of
the total score was deemed suitable for accurately assessing emotional intelligence across
populations and sociodemographic variables (Perez-Diaz et al., 2021).
Validity of TEIQue-SF
The questionnaire took less than 10 minutes to complete, ensuring that participants
would not suffer question fatigue (Bryman & Bell 2007). The coding used a 7-point Likert scale,
which allowed researchers to apply descriptive statistics. In addition, the application of TEIQueSF is based on numerous studies over a long period in psychology-related studies that have
repeatedly demonstrated acceptable validity (Perez-Diaz & Petrides, 2021). Therefore, the
TEIQue-SF is considered useful in assessing EI and a valuable instrument that provides
meaningful self-reporting scores for participants and researchers alike (Petrides, 2009).
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Reliability of TEIQue-SF
Petrides (2009) administered the TEIQue-SF on 1,721 individuals and yielded a
Cronbach’s alpha coefficient for global trait EI of 0.88. The Cronbach’s alpha coefficient
validated the instrument's ability to produce data sufficiently addressing the construct of
emotional intelligence.
Procedures
Once the target population for the study was identified, the appropriate version of the
TEIQue-SF was downloaded from the London Psychometric Laboratory (2022) website. The
instrument was then converted to an electronic version to prepare for dissemination (see
Appendix). The voluntary participants for the study accessed the survey by email or through
social media platforms such as LinkedIn, Instagram, and Facebook. A snowball-type approach
was employed to get the instrument to as many potential participants as possible. Once a
participant completed the assessment, the concluding remarks on the final page encouraged the
participant to send the survey to anyone who fit the criteria to contribute to the study. All of the
responses were collected anonymously and converted into coding to ensure confidentiality.
Data Analysis
Study data were analyzed in two distinct phases: preliminary and then by research
question and hypothesis. Study data were initially retrieved from Excel spreadsheets and formal
analysis of study data was conducted using the 28th version of IBM’s Statistical Package for the
Social Sciences (SPSS).
Preliminary Analysis
Preliminary analyses were conducted that included evaluations of missing data, internal
reliability, initial descriptive analysis of the dependent variables in each research question, and
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study of participant demographic information. Descriptive statistical techniques were used in the
preliminary analyses, namely frequencies (n), percentages (%), and measures of central tendency
(mean scores) and variability (standard deviations).
Data Analysis by Research Questions
Research questions one and two were initially addressed using descriptive and inferential
statistical techniques. Frequencies (n), percentages (%), measures of typicality (mean scores),
and variability (standard deviations) represented the primary descriptive techniques used to
address the four research questions. Research questions one and two, moreover, were predictive
in nature. Therefore the linear regression statistical technique was used to assess the predictive
abilities of the independent variables in both research questions. Predictive model fitness was
evaluated using the interpretation of ANOVA Table F values, and F values of p ≤ .05 were
considered indicative of predictive model fitness. All major assumptions of linear regression
were addressed by visual inspection of scatter plots (linearity, homoscedasticity) or statistical
means (independence of error, normality of residual distribution, and influential outliers).
Follow-up analyses used the Pearson Product-Moment Correlation Coefficient (r). The primary
assumption for the use of r, linearity, was addressed and satisfied through visual inspection of
respective scatter plots.
The threshold for statistical significance of finding was established at p ≤ .05. The
magnitude of effect in the comparisons featured in research questions one and two was assessed
using the R2 statistical technique. The interpretation of predictive effect sizes was addressed
using the conventions provided by Sawilowsky (2009).
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Research Question 1
To what degree is emotional intelligence a predictive factor of leadership ability during a
punctuated equilibrium?
Research Question 2
To what degree is emotional intelligence a predictive factor of job satisfaction during a
punctuated equilibrium?
Summary
A non-experimental quantitative approach addressed the research questions and problem
statement for the study. The internal reliability of the survey instrument was evaluated using the
Cronbach’s alpha (a) statistical technique. As a result, the internal reliability level achieved in the
study was considered very good to excellent using the conventions of interpretation of alpha
offered by George and Mallery (2018). The data analysis addressed two specific research
questions focused on the degree of influence that emotional intelligence had on the leadership
ability and job satisfaction of school administrators during a punctuated equilibrium. An
electronic survey was used to collect data for this study. A non-probability conveniently accessed
sample of 33 leaders from a variety of academic institutions completed the survey. The findings
obtained using the survey instrument are formally reported in Chapter IV of the study.

45

IV. RESULTS

The purpose of this study is to examine the degree of influence that emotional
intelligence has on predicting leadership ability and job satisfaction for school administrators
from elementary, secondary, or post-secondary schools during a punctuated equilibrium such as
the COVID-19 pandemic.
Methods of Data Collection
A quantitative, non-experimental research design addressed the topic of the study. The
research methodology selected for the study was a survey research approach and the sample of
study participants was accessed through a non-probability, convenient/purposive sampling
approach. A standardized, pre-existing research instrument, Trait Emotional Intelligence
Questionnaire Short Form (TEIQue-SF), was used in the study. Two research questions were
formally stated to address the overarching purpose of the study. Descriptive, associative, and
predictive statistical techniques were used to analyze study data.
Descriptive Statistical Findings
Descriptive statistical techniques were used in a preliminary, foundational manner to
evaluate the study participants’ demographic information and essential response set data. The
following represents the findings achieved in the preliminary, foundational descriptive statistical
analysis of study data:
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Descriptive Statistics: Demographic Identifying Information
Descriptive statistical techniques were used to assess the demographic identifying
information chosen for the study. The study featured six categories of demographic-identifying
information: gender, age, educational degree, years of professional administrative experience,
institution-type, and institution level. The demographic information was specifically addressed
using the descriptive statistical techniques of frequencies (n) and percentages (%).
Table 1 contains a summary of the descriptive statistical analysis of the demographic
identifying information for the study.
Table 1
Descriptive Statistics Summary Table: Demographic Identifying Information
Variable
Gender
Female
Male
Missing
Age
18-27
28-37
38-47
48 and Older
Missing
Educational Degree
Bachelors
Masters
Doctoral
Other
Missing
Years of Experience
5 Years or Less
6-10 Years
11 Years or More
Missing

n

%

Cumulative %

29
4
0

87.88
12.12
0.00

87.88
100.00
100.00

7
8
6
12
0

21.21
24.24
18.18
36.36
0.00

21.21
45.45
63.64
100.00
100.00

7
20
5
1
0

21.21
60.61
15.15
3.03
0.00

21.21
81.82
96.97
100.00
100.00

23
4
6
0

69.70
12.12
18.18
0.00

69.70
81.82
100.00
100.00
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Variable
Institution Type
Public
Private
Missing
Institution Level
Elementary
Secondary
K-12
Post-Secondary
Missing

n

%

Cumulative %

21
12
0

63.64
36.36
0.00

63.64
100.00
100.00

11
12
6
4
0

33.33
36.36
18.18
12.12
0.00

33.33
69.70
87.88
100.00
100.00

Descriptive Statistics: Dimensions of TEIQue-SF
Study participant responses to the survey items associated with the four dimensions of
TEIQue-SF and overall TEIQue score were evaluated using descriptive statistical techniques.
The participant response set data for the four dimensions of TEIQue-SF, and overall TEIQue-SF
score was specifically addressed using frequencies (n), measures of central tendency (mean
scores), variability (minimum/maximum; standard deviations), standard errors of the mean
(SEM), and data normality (skewness; kurtosis). Table 2 summarizes the findings for the
descriptive statistical analysis of the response data for the four dimensions of TEIQue-SF and
global TEIQue-SF scores.
Table 2
Descriptive Statistics Summary Table: Dimensions of TEIQue-SF & Overall TEIQue-SF Score
Dimension
Well-Being
Self-Control
Emotionality
Sociability
Overall TEIQue-SF

M
5.72
4.89
5.35
4.89
5.28

SD
0.84
0.91
0.85
0.68
0.65

n
33
33
33
33
33

SEM
0.15
0.16
0.15
0.12
0.11

48

Min
3.67
3.33
3.12
3.67
3.87

Max
7.00
6.50
6.88
6.17
6.53

Skewness
-0.61
0.02
-0.38
-0.11
-0.10

Kurtosis
-0.26
-1.03
-0.06
-0.92
-0.36

Missing Data/Survey Completion Rate
The study’s extent of missing data and subsequent survey completion rate were assessed
using frequencies (n) and percentages (%). As a result, no missing data were observed at the
person level (demographic identifying information) nor for responses to the survey items on the
research instrument, therefore, the participant survey completion rate was 100%.
Internal Reliability
Study participant internal reliability of response to the 30 survey items on the research
instrument (TEIQue-SF) was evaluated using the Cronbach’s alpha (a) statistical technique
(Field, 2018), applying the conventions of alpha interpretation of George and Mallery (2019).
The internal reliability level achieved in the study was considered very good to excellent at a
= .87. Provided in Table 3 is a summary of the evaluation of the internal reliability of study
participant response across all 30 survey items on the research instrument.
Table 3
Internal Reliability Summary Table: TEIQue-SF (All 30 Survey Items)
Scale
TEIQue-SF

# of Items

α

Lower Bound

Upper Bound

30

.87

.82

.92

Note. The lower and upper bounds of Cronbach’s α were calculated using a 95.00%
confidence interval.
Data Analysis by Research Question
The topic and research problem for the study were addressed through the statement of
two research questions, and associative and predictive statistical techniques were used to analyze
the them. The probability level of p ≤ .05 was adopted as the threshold value for findings to be
considered statistically significant for study purposes. Numeric effect sizes achieved in the
analyses were interpreted using the conventions proposed by Sawilowsky (2009). The 28th
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version of IBM’s Statistical Package for the Social Sciences (SPSS) was the statistical analytics
platform used to analyze study data.
Research Question 1
To what degree was emotional intelligence a predictive factor of leadership ability during
a punctuated equilibrium?
Hypothesis
H 0 : The analyses of the influence of emotional intelligence on leadership ability will yield
no statistically significant predictive effect of emotional intelligence upon leadership ability.
H a: The analyses of the influence of emotional intelligence on leadership ability will yield
a statistically significant predictive effect of emotional intelligence upon leadership ability.
The responses were collected, coded, and analyzed, providing sufficient evidence to
reject the null hypothesis.
Analysis
The simple linear regression technique assessed the predictive viability of emotional
intelligence (as measured by TEIQue-SF) for study participant perceptions of leadership efficacy
during a punctuated equilibrium. The assumptions associated with simple linear regression were
addressed and satisfied by statistical means (independence of error, normality of residuals, and
influential outliers) and visual inspection of scatter plots (linearity, homoscedasticity).
Findings
The predictive model was statistically significant (F (1,31) = 8.16, p = .008, R2 = .21),
indicating that approximately 20.84% of the variance in perceptions of effectual leadership
during a punctuated equilibrium is explainable by emotional intelligence (TEIQue-SF).
Emotional intelligence was statistically significant in predicting perceptions of effectual
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leadership during a punctuated equilibrium (B = 0.76, t (31) = 2.86, p = .008), indicating that, on
average, a one-unit increase of emotional intelligence as measured by the TEIQue-SF will
increase the value of study participant perceptions of effectual leadership by 0.76 units. The
predictive effect for emotional intelligence for perceptions of effectual leadership during a
punctuated equilibrium was considered large to very large (r2 = .21). Table 4 summarizes the
findings for the predictive model used in research question one.
Table 4
Predicting Perceptions of Effectual Leadership during a Punctuated Equilibrium by Emotional
Intelligence (TEIQue-SF)
B

SE

95.00% CI

β

t

p

(Intercept)

1.46

1.42

[-1.44, 4.35]

0.00

1.02

.31

Overall TEIQue-SF

0.76

0.27

[0.22, 1.31]

0.46

2.86

.008*

Model

*p < .01
Follow-up Analysis
A follow-up analysis using the Pearson Product-Moment Correlation Coefficient was
conducted to evaluate the mathematical relationships between the four dimensions of TEIQue-SF
and study participant perceptions of effectual leadership during a punctuated equilibrium. As a
result, a statistically significant positive mathematical relationship was demonstrated between
study participant perceptions of self-control and perceptions of effectual leadership during a
punctuated equilibrium (r = .49; p = .03, 95.00% CI = [.18, .71]), indicating that as the selfcontrol score increased, perceptions of effectual leadership during a punctuated equilibrium
tended to increase. Specifically, and using predictive analysis, the relationship indicated that, on
average, a one-unit increase in perceptions of self-control increased the value of perceptions of
effectual leadership during a punctuated equilibrium by 0.59 units.
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Table 5 summarizes the findings for the follow-up evaluation of the mathematical
relationships between the four dimensions of TEIQue-SF and participant perceptions of effectual
leadership during a punctuated equilibrium.
Table 5
Mathematical Relationships Between the Four Dimensions of TEIQue-SF and Study Participant
Perceptions of Effectual Leadership During a Punctuated Equilibrium
Variable Combination

r

95.00% CI

n

p

Well-Being & Effectual Leadership

.32

[-.02, .60]

33

.33

Self-Control & Effectual Leadership

.49

[.18, .71]

33

.03*

Emotionality & Effectual Leadership

.31

[-.03, .59]

33

.33

Sociability & Effectual Leadership

.20

[-.15, .51]

33

.33

*p < .05
Research Question 2
To what degree was emotional intelligence a predictive factor of job satisfaction during a
punctuated equilibrium?
Hypothesis
H 0 : The analyses of the influence of emotional intelligence on job satisfaction will yield
no statistically significant predictive effect of emotional intelligence upon job satisfaction.
H a: The analyses of the influence of emotional intelligence on job satisfaction will yield a
statistically significant predictive effect of emotional intelligence upon job satisfaction.
The responses were collected, coded, and analyzed, providing sufficient evidence to
accept the null hypothesis.
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Analysis
The simple linear regression technique was used to assess the predictive viability of EI on
perceived job satisfaction during a punctuated equilibrium. The assumptions associated with
simple linear regression were addressed and satisfied by statistical means (independence of error,
normality of residuals, and influential outliers) and visual inspection of scatter plots (linearity,
homoscedasticity).
Findings
The predictive model was non-statistically significant (F (1,31) = 1.59, p = .22, R2 = .05),
indicating that approximately 5.0% of the variance in perceptions of job satisfaction during a
punctuated equilibrium was explainable by emotional intelligence (TEIQue-SF). Emotional
intelligence scores were non-statistically significantly in predicting perceptions of job
satisfaction during a punctuated equilibrium (B = 0.45, t (31) = 1.26, p = .22). Considering the
non-statistically significant finding for the predictive relationship between emotional intelligence
(TEIQue-SF) and perceptions of job satisfaction during a punctuated equilibrium, no further
interpretations of the analysis were pursued. Table 6 contains a summary of findings for the
predictive model used in research question two.
Table 6
Predicting Perceptions of Job Satisfaction during a Punctuated Equilibrium by Emotional
Intelligence (TEIQue-SF)
Model

B

SE

95.00% CI

β

t

p

(Intercept)

2.73

1.91

[-1.16, 6.63]

0.00

1.43

.16

TEIQue-SF

0.45

0.36

[-0.28, 1.19]

0.22

1.26

.22
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Follow-up Analysis
A follow-up analysis using the Pearson Product-Moment Correlation Coefficient was
conducted to evaluate the mathematical relationships between the four dimensions of TEIQue-SF
and study participant perceptions of job satisfaction during a punctuated equilibrium. Although
the mathematical relationship between self-control and perceptions of job satisfaction during a
punctuated equilibrium represented the greatest degree of relationship in the four comparisons (r
= .34), no statistically significant mathematical relationships were reflected in any of the four
analyses. Table 7 is a summary of findings for the follow-up evaluation of the mathematical
relationships between the four dimensions of TEIQue-SF and study participant perceptions of job
satisfaction during a punctuated equilibrium.
Table 7
Mathematical Relationships Between the Four Dimensions of TEIQue-SF and Study Participant
Perceptions of Job Satisfaction During a Punctuated Equilibrium
Variable Combination

r

95.00% CI

n

p

Well-Being & Job Satisfaction

.21

[-.15, .51]

33

.73

Self-Control & Job Satisfaction

.34

[-.00, .61]

33

.31

Emotionality & Job Satisfaction

.21

[-.14, .52]

33

.73

Sociability & Job Satisfaction

-.04

[-.38, .31]

33

.82

Summary
The findings from the study were reported in Chapter IV. An excellent survey item
completion rate and internal reliability level were achieved in the preliminary analyses of the
study data. Predictive modeling was statistically significant for the relationship between global
emotional intelligence scores and perceived effectual leadership during a punctuated equilibrium.
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The TEIQue-SF dimension of self-control was the only statistically significant predictor of study
participant perceptions of effectual leadership during a punctuated equilibrium. However,
predictive modeling was non-statistically significant for the relationship between emotional
intelligence and perceptions of job satisfaction during a punctuated equilibrium. None of the four
dimensions of TEIQue-SF represented statistically significant correlates or predictors of
perceptions of job satisfaction during a punctuated equilibrium.
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V. DISCUSSION

The purpose of this study is to examine the degree of influence that emotional
intelligence has on predicting leadership ability and job satisfaction for school administrators
from elementary, secondary, or post-secondary schools during a punctuated equilibrium such as
the COVID-19 pandemic.
Review of Methodology
The survey consisted of standard demographic questions, a self-report Likert scale
section, and a standardized research instrument to assess emotional intelligence. The research
instrument, a standardized survey, was disseminated electronically using the Google Form
platform. The demographic questions included study participant age, gender, years of experience
in academic leadership, type of academic institution, the highest level of education completed,
geographical location, and religious affiliation. The Likert scale portion of the survey provided
study participants with an opportunity to self-assess leadership ability, leadership outcomes, and
job satisfaction during the punctuated equilibrium event.
The research instrument used in the study was the Trait Emotional Intelligence
Questionnaire-Short Form (TEIQue-SF). The TEIQue-SF consisted of a 30-items that evaluated
EI by assessing four Trait EI factors: well-being, self-control, emotionality, and sociability
(Cooper & Petrides, 2010). The TEIQue-SF was converted into a Google Form to assess
emotional intelligence electronically. The research instrument was free to use for academic
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purposes and has been widely used for similar research. The internal consistency score and testretest reliability of the total score for the TEIQue-SF was deemed suitable for accurately
assessing emotional intelligence across populations and sociodemographic variables (Perez-Diaz
et al., 2021).
Summary of Results
Study participants were provided an opportunity to respond to a series of demographic
identifying information questions that included study participant gender, age, level of education
degree, years of leadership in an academic setting, type of institution (public or private), and the
level of the institution associated with study participants. The responses were recorded
anonymously and coded to protect the identity of the participants.
Study participants, 33 in total, included more females (88%) than males (12%) and ages
ranging from 18 to over than 48. Most of the participants possessed a master's degree (61%),
while the next largest group possessed a bachelor's degree (21%). The single greatest degree of
professional experience in a leadership position was observed in the five years or less category
(70%), with the next largest group (18%) at 11 years or more leading in an academic setting.
Study participants were employed at either public (64%) or private (36%) institutions. The grade
levels administered by study participants were categorized as elementary (33%), secondary
(36%), post-secondary (12%), or K-12 (18%).
The TEIQue-SF was used to measure the global emotional intelligence score of study
participants. Exceptional levels of study participant survey completion rate and internal
reliability of response to survey items on the research instrument were achieved. Descriptive,
inferential, and predictive statistical techniques were implemented for preliminary analysis and
to address both of the study’s research questions.
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Discussion by Research Question
The following represents a discussion of study findings organized by research question.
Research Question 1
To what degree was emotional intelligence a predictive factor of leadership ability during
a punctuated equilibrium?
Synopsis of Findings
The results provided sufficient evidence to reject the null hypothesis, which anticipated
no statistically significant predictive effect of emotional intelligence upon leadership ability.
Study participant perceptions of emotional intelligence (as measured by TEIQue-SF) were
statistically significantly predictive of self-perceived effectual leadership during a punctuated
equilibrium. The predictive effect of emotional intelligence on perceptions of effective leadership
during a punctuated equilibrium was considered between large and very large. Follow-up
analysis of the mathematical relationship between the dimensions of trait EI measured by the
TEIQue-SF and perceptions of efficacy in the leadership role was further analyzed. As a result,
the dimension of self-control was the most prominent, statistically significant correlate of
perceived effectual leadership.
The findings are consistent with the existing body of research concerned with the
influence emotional intelligence has on leadership effectiveness. Goleman (1998), one of the
predominant advocates of EI, has repeatedly stated that most leaders that effectively influence
organizations possess a high degree of EI. Goleman (1998) has, moreover, steadfastly believed
that even highly educated leaders with exceptional cognitive intelligence would find it incredibly
difficult to become great leaders if there was a deficiency in personal EI. Bar-On (2006) and
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Boyatzis et al. (2017) agreed with Goleman that the emotional intelligence of a leader connotes
the ability to influence others and lead effectively.
According to Drigas and Papoutsi (2019), influential and effective leaders can
advantageously utilize self-control in many ways. Leading an academic institution during a
punctuated equilibrium, for example, emphasized a greater need for self-control. Families with
children attending school throughout the country were affected by the decisions made by
educational leaders. Because of this, academic leaders had no choice but to rapidly interpret the
fluctuating safety guidelines, mask and vaccine mandates, and quarantine rules to meticulously
communicate the appropriate message to the affected families. Collecting information,
processing the meaning, and articulating the desired message for the affected population
demanded considerable thought, reflection, and tact. The ability to lead effectively would have
suffered if those in leadership positions lacked self-control and recklessly disseminated
correspondences without taking the time and effort to formulate the intended message properly.
Communication is a significant contributing factor to leading effectively and relies on
many facets of EI. Emotionally intelligent leaders possess empathy and know when difficult
decisions, which may not be well received, must be made to achieve the best possible outcome
(Drigas & Papoutis, 2019). Demonstrating self-control while communicating during a crisis is
instrumental in guiding the necessary transitions for everyone involved.
Research Question 2
To what degree was emotional intelligence a predictive factor of job satisfaction during a
punctuated equilibrium?
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Synopsis of Findings
The results provided evidence to accept the null hypothesis in research question two,
which anticipated no statistically significant predictive effect of emotional intelligence upon job
satisfaction. A simple linear regression technique was used to evaluate the predictive viability of
emotional intelligence on job satisfaction during a punctuated equilibrium, and the results
indicated that emotional intelligence was not a statistically significant predictor. Furthermore, the
follow-up analysis of the four dimensions of trait EI did not identify any statistically significant
mathematical relationships with study participant perceptions of job satisfaction; of the four
dimensions, self-control reflected the greatest degree of mathematical relationship.
The findings would appear to contradict similar findings in professional literature focused
upon the relationship between emotional intelligence and job satisfaction. Bina and Peter (2014),
for example, promoted the notion that each person is responsible for how a situation or event is
perceived and found that emotional intelligence, at the individual level, can help each employee
deal with thoughts and feelings to be positive and productive.
Geisler (2021) suggested that the emotional intelligence of the leader within an
organization shapes the experience of the followers. The leader, practicing active and mindful
listening, would understand what the employees want and need to be happy. Armed with a
thorough understanding of the climate within the organization, the leader could then cultivate an
environment that inspires, motivates, and challenges the employees to maintain positive morale
and job satisfaction. Whether the positive perception of job satisfaction emanates from individual
EI or the EI of the leader, the relationship between EI and its influence on job satisfaction was
expected to be manifested at a statistically significant predictive level in the current study.
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Study Limitations
Survey research methodologies provide many benefits to the researcher but are not
without limitations. First, the research instrument used in the study was self-reporting in nature.
As a result, the findings are dependent solely upon study participant perceptions of emotional
intelligence. The study did not incorporate a counterbalancing method, such as the elicitation of
perceptions of followers as to the degree of emotional intelligence reflected in their leaders and
subsequent perceptions of leader efficacy.
Second, the statistical power associated with the study’s analyses was limited in that only
33 educational leaders participated in the study. The magnitude of the effect was sufficient to
detect a statistically significant finding in research question one for the study’s sample.
However, the sample size was not sufficient given the effect observed in research question two
and for most of the follow-up analyses involving the use of the Pearson Product-Moment
Correlation Coefficient (r). In essence, the study was not sufficiently powered from a sample size
perspective.
Third, the study was conducted using a non-experimental research design. Although
helpful in generating valuable information on the study topics, the non-probability nature of the
sampling technique and research design seriously limit the generalization of study findings.
Implications for Future Practice
Although the COVID-19 outbreak and consequent pandemic were somewhat predictable
(Valeras, 2020), few organizations were prepared for the abrupt and catastrophic changes that
took place in the early months of 2020. Ideally, schools and other types of organizations have
learned valuable lessons that will help navigate difficult times in the future. The emerging trend
of prioritizing high levels of emotional intelligence as an essential characteristic for prospective
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employees to possess (Colfax et al., 2011) should continue (Drigas & Papoutsi, 2019) and even
intensify in a post-COVID-19 workplace. High levels of emotional intelligence are not only
predictive of occupational success (Boyatzis et al., 2017) but also highlight the potential for
effective leadership (Mittal & Sindhu, 2012; Rowe & Guerrero, 2013) of successful and
sustainable businesses (Pirvu, 2020), even in times of tremendous change and adversity (Allard,
2021). Screening for and ultimately hiring new leaders possessing high levels of emotional
intelligence and self-control, or training existing leaders to develop higher levels of emotional
intelligence and self-control, would appear to represent an essential element in fostering thriving,
success, and well-being in schooling.
Recommendations for Future Research
Future research on the topic addressed in the current study may use different types of
instruments for assessment. First, the weakness in self-reporting might be controlled for future
research by including perceptions of the emotional intelligence of the school leader assessed by
other stakeholders or utilizing instruments that are not self-reporting in nature. Secondly, future
studies on the topic should be sufficiently powered from a sample size perspective. At the very
least, an adequate sample size of participants necessary to detect statistically significant findings
for anticipated medium effects would appear essential in addressing the study’s topic in the
future. A more protracted sample of study participants, representative of educational leaders in
the region of the study, would also provide the possibility of the generalization of findings in a
more stratified and probabilistic manner.
Third, the study was limited to a quantitative research design. Future research addressed
through a qualitative research design approach would appear to add richness and depth to the
information that may be obtained on the topic. Moreover, a mixed-methods research design
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would allow researchers to capitalize on the strengths of both quantitative and qualitative
research approaches.
Conclusion
In recent years, continuous improvement and organizational learning initiatives have
trended noticeably in education. Conducting research that emphasizes continually educating
employees with the primary goal to improve personal emotional intelligence should represent a
premium for future research. The COVID-19 pandemic was the most recent but certainly not the
last social, economic, and philosophical dilemma to plague humankind. The workplace and the
education system in the United States have undergone significant changes that will likely remain
in place for the foreseeable future (Allard, 2021). The unexpected necessity to transition to
remote working and learning was not without significant challenges. Some of the difficulties
were related to technology-based roadblocks, while others were centered around fear and
uncertainty.
Since the leaders within an organization are the primary agents of change (Dervitsiotis,
2005), the decisions made during the COVID-19 pandemic were amplified, scrutinized,
dissected, and publicized in an unprecedented manner. The decisions made by academic leaders
worldwide had a ripple effect throughout society due to the staggering number of people
impacted. The findings in the current study supported the theoretical assumption that emotionally
intelligent leaders were more equipped to lead effectively through adversity (Dervitsiotis, 2005).
These findings may also provide researchers and practitioners alike with information to further
develop an understanding of the complexities of emotional intelligence and its influence on
leadership and job satisfaction while dealing with adversity during extreme and unexpected
circumstances.
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APPENDIX

TEIQue-SF
Instructions: Please answer each statement below selecting the number that best reflects your degree of
agreement or disagreement with the statement. Do not think too long about the exact meaning of the
statements. Work quickly and try to answer as accurately as possible There are no right or wrong answers.
There are seven possible responses to each statement ranging from ‘Completely Disagree’ (number 1) to
‘Completely Agree’ (number 7).

1………2………3………4………5………6………7
Completely
Disagree
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32

Completely
Agree

Expressing my emotions with words is not a problem for me.
I often find it difficult to see things from another person’s viewpoint.
Overall, I am a highly motivated person.
I usually find it difficult to regulate my emotions.
I generally do not find life enjoyable.
I can deal effectively with people.
I tend to change my mind frequently.
Many times, I cannot figure out what emotion I am feeling.
I feel that I have a number of good qualities.
I often find it difficult to stand up for my rights.
I am usually able to influence the way other people feel.
Overall, I have a gloomy perspective on most things.
Those close to me often complain that I do not treat them right.
I often find it difficult to adjust my life according to the circumstances.
Overall, I am able to deal with stress.
I often find it difficult to show my affection to those close to me.
I am normally able to “get into someone’s shoes” and experience their emotions.
I normally find it difficult to keep myself motivated.
I am usually able to find ways to control my emotions when I want to.
Overall, I am pleased with my life.
I would describe myself as a good negotiator.
I tend to get involved in things I later wish I could get out of.
I often pause and think about my feelings.
I believe I am full of personal strengths.
I tend to “back down” even if I know I am right.
I do not seem to have any power at all over other people’s feelings.
I generally believe that things will work out fine in my life.
I find it difficult to bond well even with those close to me.
Generally, I am able to adapt to new environments.
Others admire me for being relaxed.
Considering all aspects of my role, I am satisfied with my job.
I was able to lead my organization effectively throughout the coronavirus pandemic.
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